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Abstract 
Currently, most of the organizations faced the challenge to maintain their employees’ commitment in their current business 
environment. Skill employees, like engineers, are willing to change their employer if they get better offer from other 
organization. This is often due to low organizational commitment. As such, this study examines the organizational commitment 
among engineers at Tenaga Nasional Berhad (TNB). The specific objectives of this study is to find out the levels of engineers’ 
job satisfaction in the specific organization. Data were collected from 336 engineers from four regions in Peninsula Malaysia, 
namely North, South, East and West, using stratified random sampling procedure. These four regions were divided to represent 
four states which run three TNB’s core businesses, which are generation, transmission and distribution. Descriptive and 
inferential statistics were employed to answer the objectives and to test the hypotheses of the study. One general hypotheses and 
three sub-hypotheses were developed based on the Social Exchange Theory. The hypotheses predicted that organizational 
commitment are positive related to job satisfaction. The results show that job satisfaction were considered as among the factors 
that contributed to organizational commitment. It was also found that although the levels of job satisfaction among the engineers 
were much lower, they still remained in the organization.  
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1. Introduction 
Employee satisfaction is considered as achievable when the employees are satisfied with certain factors related 
to their job such as the style of management, the work culture and teamwork empowerment. However, these three 
factors do not necessarily provide complete job satisfaction. In his research, Oshagbemi (2000) found that lecturers 
are satisfied with their job when they are happy with their teaching and research as well as when they have good 
rapport with their colleagues. Purani and Sahadev (2008) have categorized job satisfaction as a multidimensional 
with six facets namely (i) satisfaction with supervisor, (2) satisfaction with variety, (3) satisfaction with closure, (4) 
satisfaction with compensation, (5) satisfaction with co-workers, and (6) satisfaction with management and human 
resource policies. 
 
2. Literature Review And Hypotheses  
Job satisfaction can be referred as the more happier the person is in the work setting, the more satisfied he/ she 
will be with the job. Rice et al. (1991) as cited in Akpofure et al., (2006) define job satisfaction as an overall feeling 
about one’s career or in terms of specific facets of the job or career, and it can be related to specific outcomes such 
as productivity and job performance. 
 
In a study conducted in the UAE, Suliman (2007) found that there is a positive relationship between education, 
age, job tenure and job level, and job satisfaction and performance. He concludes that career factors (e.g. job tenure) 
are more important in predicting job satisfaction and performance than personal factors (e.g. age). The results also 
indicate that employees working in the private sector show higher levels of work performance than employees of the 
public sector. 
 
Another study by Yousef (2002) on the impact of role stressors on job satisfaction and organizational 
commitment discover’s that role conflict and role ambiguity are negatively related to job satisfaction and 
organizational commitment. While investigating the relationship between leadership behaviour and work outcomes 
on job satisfaction and job performance in UAE, Yousef (2000) reveals that employees who perceive their managers 
as adopting consultative or participative leadership behaviour are more committed to their organizations, more 
satisfied with their jobs and do better in their performance. 
 
In their study on exploring relationships between socio-demographic variables and job satisfaction facets in the 
Lebanese banking sector, Crossman and Abou-Zaki (2003) found that female employees were significantly more 
satisfied with their salary unlike their male counterparts. However, male employees were reported to be significantly 
more satisfied with their supervisors than their female counterparts.  
 
When employees are dissatisfied at work, they are less committed and will look for opportunities to quit. If 
opportunities are unavailable, they may emotionally or mentally “withdraw” from the organization. Thus, 
organizational commitment and job satisfaction are important attributes in assessing employees’ intention to quit 
and the overall contribution of the employees to the organization.Based from the literature, researcher have come 
out with one main hypotheses and there sub-hypotheses, namely: 
H1:  Job satisfaction is positively related to organizational commitment. 
SH1.1  Job satisfaction is positively related to affective commitment 
 SH1.2 Job satisfaction is positively related to continuance commitment 
 SH1.3  Job satisfaction is positively related to normative commitment 
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3. Methodology  
 This study employed a self-administered questionnaire as a means to collecting data. The data collection stages 
cover conceptualizing, survey design, planning, sampling, briefing, pretesting, surveying, monitoring, verifying, 
coding, processing, analyzing and reporting. According to Ruziah (2007) and Aishah (2006), the self-administered 
questionnaire form is the most common method for surveying or measuring people’s interests, beliefs or 
perceptions.  
3.1. Research Objective 
In this survey, the researcher aim to find out the levels of job satisfaction among engineers in a Malaysian local 
organization, besides that, it also aim to look on the relationship between job satisfaction and organizational 
commitment.  
3.2. Sample and Data Collection 
Tenaga Nasional Berhad (TNB) has been identified for this study. As of 4 May 2009, there are more 1,911 TNB 
engineers working in their three core businesses, namely: distribution, transmission and generation in Peninsular 
Malaysia (Table 1). They represented four regions in TNB-North Region, Central Region, East Region, and South 
Region (Table 2). Engineers from Sabah were not included in this study as they are working with TNB’s subsidiary, 
i.e. Sabah Electricity Sdn Bhd (SESB).  
Table 1.  Total of TNB Engineers in Peninsular Malaysia as of 4 May 2009 
DIVISION STATE TOTAL 
 
 
 
 
 
Distribution 
Johor 66
Kedah 31
Kelantan 20
Melaka 14
Negeri Sembilan 31
Pahang 38
Perak 313
Perlis 6
Pulau Pinang 44
Selangor 100
Terengganu 17
Kuala Lumpur Federal Territory 81
 Total                                                                                 761
 
 
 
Transmission 
Johor 49
Kedah 10
Kelantan 9
Negeri Sembilan 15
Pahang 15
Perak 362
Pulau Pinang 24
Selangor 46
Terengganu 5
 Total                                                           535
 
 
Generation 
Johor 29
Pulau Pinang 34
Negeri Sembilan 43
Perak 320
Selangor 74
Terengganu 47
Kuala Lumpur Federal Territory 68
 Total                                                           615
Grand Total 1 911
Source: TNB 
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Table 2.  Total of TNB Engineers by regions in Peninsular Malaysia 
REGION STATE DIVISION TOTAL 
ENGINEERS Distribution Transmission Generation
 
NORTH 
Kedah ¥ ¥ - 41 
Perlis ¥ - 6 
P.Pinang ¥ ¥ ¥ 102 
 
CENTRAL 
Perak ¥ ¥ ¥ 995 
Selangor ¥ ¥ ¥ 220 
Kuala Lumpur ¥ - ¥ 149 
Negeri Sembilan  ¥ ¥ ¥ 89 
Melaka ¥ - -
- 
14 
EAST Pahang ¥ ¥ 53 
Terengganu ¥ ¥ ¥ 69 
Kelantan ¥ ¥ - 29 
SOUTH Johor ¥ ¥ ¥ 144 
Source: TNB 
 
3.3. Analyses and Results 
Job Satisfaction was measured using 14 items that asked the respondents about their job satisfaction. The items 
were adapted from Spector’s (1985) Job Satisfaction Survey. In these study, the researcher also decided to apply the 
5-point Likert scale ranging from strongly disagree (1) to strongly agree (5), for the purpose of consistency with the 
overall format of questionnaires and to obtain consistent scores from the respondents (Gay & Airasian, 2000). 
As mentioned earlier, the main objective of the study is to find out the levels of engineers’ job satisfaction in the 
organization. From Table 3, it was found out that the mean score for job satisfaction ranged from 2.72 to 4.43. The 
overall percentage was 73% which reflects that more than two-thirds of the engineers reported that they satisfied 
with their organization. 
  
Table 3.  Level of Job Satisfaction 
  No Job Satisfaction Level of agreement Mean SD Overall
%1 2 3 4 5 
 
1 
 
I feel I am being paid a fair amount for the 
work I do. 
 
 
- 
 
4 
 
130 
 
142 
 
60 
 
3.77 
 
0.74 
 
75.3 
2 There is really too little chance for promotion 
on my job. (R) 
 
- - 63 230 43 3.97 0.55 78.8 
3 My supervisor is quite competent in doing 
his/her job. 
 
- 1 81 193 61 3.93 0.65 78.7 
4 I am not satisfied with the benefits  
I receive. (R) 
  
3 2 56 216 59 3.97 0.66 40.6 
5 When I do a good job, I receive the recognition 
for it that I should receive. 
 
22 55 256 2 1 2.72 0.60 54.3 
6 Many of our rules and procedures make doing 
a good job difficult. (R) 
 
- 1 81 190 64 3.94 0.65 78.8 
7 I like the people I work with. 
 
22 55 256 2 1 2.72 0.60 54.3 
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8 
 
9 
 
 
10 
 
11 
 
 
12 
 
13 
 
 
14 
 
I sometimes feel my job is meaningless. (R) 
 
Communications seem good within this 
organization. 
 
Raises are too few and far between. (R) 
Those who do well on the job stand a fair 
chance of being promoted. 
My supervisor is unfair to me. (R) 
The benefits we receive are as good as most 
other organizations offer. 
I do not feel that the work I do is appreciate. 
(R) 
- 
 
- 
 
 
- 
 
- 
 
 
1 
 
- 
 
 
- 
 
1 
 
- 
 
 
1 
 
1 
 
 
2 
 
- 
 
 
- 
 
81 
 
105 
 
 
81 
 
75 
 
 
256 
 
5 
 
 
32 
 
193 
 
185 
 
 
194 
 
199 
 
 
55 
 
179 
 
 
271 
 
61 
 
46 
 
 
60 
 
61 
 
 
4 
 
152 
 
 
33 
 
3.94 
 
3.82 
 
 
3.94 
 
3.99 
 
 
3.28 
 
4.43 
 
 
4.00 
0.65 
 
0.64 
 
 
0.65 
 
0.65 
 
 
0.60 
 
0.52 
 
 
0.44 
 
78.8 
 
76.4 
 
 
78.8 
 
79.2 
 
 
80.0 
 
88.6 
 
 
80.0 
 
 
                      Overall average      3.74 0.61 73.0 
*1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree 
  
 The highest mean scores were represented by item no. 13, “The benefits we receive are as good as most other 
organization offer” (M=4.43, SD=0.52), followed by subscale 14, “I feel that the work I do is appreciated” (reverse 
score) (M=4.00, SD=0.44) and subscale 11, “Those who do well on the job stand a fair chance of being promoted” 
(M=3.99, SD=0.65). The overall mean was 3.74 and the standard deviations was 0.61.  
 
 A sample t-test was also conducted to analyses the findings. As shown in Table 4, only two items were found to 
be significantly positive. They were subscale 1, “I feel I am being paid a fair amount for the work I do” (t=15.68, 
p=0.00) and subscale 7, “I like the people I work with” (t=30.94, p=0.00). These two positive items might give the 
impression that getting a fair amount of salary and having good relationships with colleagues are important in 
developing job satisfaction. 
 
Table 4. One sample t-test on Level of Job Satisfaction 
No Job Satisfaction Mean* SD Overall% t** df p 
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1 
 
2 
 
 
3 
 
4 
 
5 
 
 
6 
 
 
7 
 
8 
 
9 
 
10 
 
11 
 
 
12 
 
13 
 
 
14
I feel I am being paid a fair amount for the work I do. 
 
There is really too little chance for promotion on my 
job. (R) 
 
My supervisor is quite competent in doing his/her job. 
 
I am not satisfied with the benefits I receive. (R) 
 
When I do a good job, I receive the recognition for it 
that I should receive. 
 
Many of our rules and procedures make doing a good 
job difficult. (R) 
 
I like the people I work with. 
 
I sometimes feel my job is meaningless. (R) 
 
Communications seem good within this organization. 
 
Raises are too few and far between. (R) 
 
Those who do well on the job stand a fair chance of 
being promoted. 
 
My supervisor is unfair to me. (R) 
 
The benefits we receive are as good as most other 
organizations offer. 
 
I do not feel that the work I do is appreciated. (R)
 
3.77 
 
3.97 
 
 
3.93 
 
3.97 
 
2.72 
 
 
3.94 
  
 
2.72 
 
3.94 
 
3.82 
 
3.94 
 
3.99 
 
 
3.28 
 
4.43 
 
 
4.00
 
0.74 
 
0.55 
 
 
0.65 
 
0.66 
 
0.60 
 
 
0.65 
 
 
0.60 
 
0.65 
 
0.64 
 
0.65 
 
0.65 
 
 
0.60 
 
0.52 
 
 
0.44
 
75.3 
 
78.8 
 
 
78.7 
 
40.6 
 
54.3 
 
 
78.7 
 
 
54.3 
 
78.7 
 
76.4 
 
78.8 
 
79.2 
 
 
80.0 
 
88.6 
 
 
80.0
 
15.68 
 
-63.59 
 
 
-1.83 
 
- 0.81 
 
-38.94 
 
 
-53.98 
 
 
30.94 
 
-53.98 
 
-4.96 
 
-53.98 
 
-1.82 
 
 
-21.77 
 
-13.49 
 
 
-21.77
 
335 
 
335 
 
 
335 
 
335 
 
335 
 
 
335 
 
 
335 
 
335 
 
335 
 
335 
 
335 
 
 
335 
 
335 
 
 
335
 
0.00 
 
0.15 
 
 
0.13 
 
0.41 
 
0.21 
 
 
0.06 
 
 
0.00 
 
0.06 
 
0.28 
 
0.06 
 
0.16 
 
 
0.25 
 
0.15 
 
 
0.90 
 Overall average 3.74 0.61 73.0  
 
Cronbach’s Alpha = 0.882 
* scale 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 = strongly agree 
** test value = 3.0 
 
The result summarized in Table 5 clearly indicates that there is a positive relationship between job satisfaction 
and continuance commitment. The range of the relationship is moderate where r = 0.43 and the significant value p = 
0.00. Therefore the main hypotheses is supported. 
                       Table 5.  Pearson Correlation Test towards the Relationship between Organizational Commitment and Job Satisfaction 
 r                  p – value 
Job Satisfaction                                                                   0.43                    0.00 
** Correlation is significant at 0.01 level (two-tailed) 
 
Whereas as shown in Table 6, the level of satisfaction among TNB engineers is higher in the context of 
affective commitment (r = 0.47, p = 0.00). The relationship is stronger compared to continuance and normative 
commitment. Therefore, we can say that the relationship is significantly positive and therefore SH1.1, SH1.2 and 
SH1.3 are also supported. 
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Table 6.  Pearson Correlation Test towards the Relationship between Job Satisfaction with Affective Commitment, Continuance Commitment and 
Normative Commitment 
 n r p 
Affective Commitment 336 0.47** 0.00 
Continuance Commitment 336 0.25** 0.00 
Normative Commitment 336 0.18** 0.01 
** Correlation is significant at 0.01 (two-tailed)
4. Conclusion 
In summary, we can conclude that the levels of job satisfaction among TNB engineers can be considered 
moderate. Some of the engineers may be satisfied with the salary and benefits allocated to them (t=15.68, p=0.00). 
On the contrary, others may not be happy with management as their work may not be appreciated significantly. In 
addition, some of the engineers were willing to withdraw from the organization if the management failed to assess 
their contributions to the organization, or if they had the opportunity to do so. 
References 
Abbas J. Ali & Abdullah Al-Owaihan. (2008). `Islamic Work Ethic: A critical review’. Journal of Cross Management, 15(1), pp. 5-19 
Abdullah Yusuf Ali. (2006). The Meaning of The Holy Qur’an. Maryland: Amana Publications. 
Akpofure, R.R., Ikhifa, O.G., Imide, O.I., & Okokoyo, I.E. (2006). `Job Satisfaction Among Educators in Colleges of Education in Southern Nigeria’. 
Journal of Applied Sciences, 6(5), pp. 1094-1098. 
Allen, M.W. (1992).  Communication and organizational commitment: Perceived Organizational support as a mediating factor. Communication 
Quarterly, 40, (4), 357-367. 
Allen, N.J. & Meyer, J.P. (1996). `The measurement and antecedent of affective, continuance and normative commitment to the organization’. 
Journal of Occupational Psychology, 63, pp. 1-18. 
Purani, K. and Sahadev, S. (2008). Modelling the consequences of-service quality. Marketing Intelligence & Planning, 26(6), pp. 605-620. 
Ruziah, G. (2007).  Determinants of commitment to change among managers and the mediating role of trust in management in a service provider 
organization. Unpublished Ph.D Dissertation.  UPM, Selangor Malaysia. 
Siti Aishah, H. (2006). A holistic notion of maternal quality time: Its relationship to children’s emotional intelligence and academic performance. 
Unpublished Ph.D Thesis. Universiti Islam Antarabangsa, Malaysia. 
Spector, P. E. (1997). Job Satisfaction: Application, assessment, causes, and consequences. United Kingdom: Sage Publication Ltd. 
Suliman, A.M.T. (2007). `Links between justice, satisfaction and performance in the workplace: a survey in the UAE and Arabic context’. Journal of 
Management Development, 26(4), pp. 294-311. 
TNB Annual Report. (2010). Available at www.tnb.com.my 
 
 
 
 
 
